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2 ABSTRACT 
 
Change within organisations is a continuous process. Behavioural issues like resistance to change can make or 
break a change. This research wants to contribute to the knowledge of the relationship between organisational 
citizenship behaviour and resistance to change.  
Organisational citizenship behaviour consists of two variables: behaviour towards individuals and behaviour 
towards the organisation. Resistance to Change can be split into four variables: routine seeking, emotional 
reaction, short-term thinking and cognitive rigidity.  
Research shows that organisational citizenship behaviour can be both positively and negatively related to 
resistance to change. But the research was always conducted a. with a third variable, or b. with organisational 
citizenship behaviour or resistance to change as the moderating variable. This research focuses specifically on 
the relation between organisational citizenship behaviour and resistance to change. Research question: 
“How is organisational citizenship behaviour related to resistance to change?”  
This research was conducted with data from a questionnaire completed by 89 respondents. Besides items to 
measure organisational citizenship behaviour and resistance to change, also items concerning gender, age, 
sector, size of the organisation and length of employment were answered. The hypothesis to be tested was: 
Respondents with a higher score on the scale of organisational citizenship behaviour will show a high resistance 
to change. 
With a Pearson correlation (r) of -002 there is no significant correlation between organisational citizenship 
behaviour and resistance to change. The hypothesis is not supported.  
Performing the correlation analysis with the data organised by groups (gender, age, sector, size of organisation, 
and length of employment) still shows no significant correlation,  but does give some interesting results. 
Female respondents show a possible negative relation, male respondents a possible positive relation. There is a 
possible difference in age and length of employment, as well as size of the organisation.  
When the analysis is conducted with variables that are part of organisational citizenship behaviour or 
resistance to change (e.g. organisational citizenship behaviour towards individuals and resistance to change – 
routine seeking), it shows a possible positive relation between organisational citizenship behaviour towards 
individuals and all parts of resistance to change. The analysis between organisational citizenship behaviour 
towards the organisation and all parts of resistance to change (except resistance to change – cognitive rigidity) 
shows a possible negative relation. 
Unfortunately the research has a low validity and reliability due to the missing context in the nature of the 
research. Respondents can have a different mind-set while filling in the questionnaire (selection bias). 
Furthermore it seems the relationship between organisational citizenship and resistance to change is too 
complex to address with a quantitative approach. 
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Further and qualitative research can contribute to understanding the differences and broaden the knowledge 
of organisational citizenship behaviour and resistance to change. This research should focus specifically on 
respondents influenced by the same organisational change, so selection bias is avoided.  
  
 6 
 
 
3 INTRODUCTION 
 
Within organisations, change is a continuous process. According to Furnham (2002) “…. change is a 
psychological issue in that managers need to challenge and support those who have to learn to behave 
differently.”(p. 21). This doesn’t only include work behaviour (how the job is done), but also behaviour towards 
the organisation (e.g. organisational citizenship behaviour – Organ, 1997; McNeely & Meglino, 1994; Lee & 
Allen, 2002; Beal III, Stavros & Cole, 2013) and behaviour towards change (e.g. resistance to change – Oreg, 
2003; Szabla, 2007). According to the results of the research by Feather & Rauter (2004) organisational 
citizenship behaviour and organisational commitment were positively related. With this in mind employees 
who have a commitment towards the organisation are more likely to cooperate with a change by, for example, 
helping to implement the change or emphasizing the potential that the change has for their own way of 
working or for the organisation. This means it is reasonable to think that employees who show high 
organisational citizenship behaviour have low resistance to change, hence organisational citizenship behaviour 
and resistance to change are negatively related.  
However the relationship between organisational citizenship behaviour and resistance to change can be 
positive as well. For after all a high organisational citizenship behaviour could also mean a high resistance to 
change, depending on the character of the change in the eyes of the people involved in it, i.e. the perceived 
meaning of the change. According to Van Dijk & Van Dick (2009) employee resistance can be a response to 
comprehend threats that change (including change management) has to the employees’ work-based identity. 
Employees’ work-based identity can be seen as a variable in line with organisational citizenship behaviour. For 
employees a change can be a threat hazardous for the organisation and what it represents, and for their own 
experiences of work, not just the job but also the impact on relationships with colleagues, communication and 
interaction with employees and change leaders. Also change can have a negative impact on the attitude to the 
organisation and the feeling of unity. Both relationships with colleagues, attitude towards the organisation and 
feeling of unity are parts of organisational citizenship behaviour (both behaviour towards individuals & 
behaviour towards the organisation, Lee & Allen, 2002). If there could be both a positive and a negative 
relation between organisational citizenship behaviour and resistance to change, which relation will it be?  
As can be read in chapter 4. Theoretical Framework (p. 11), in all mentioned research concerning organisational 
citizenship behaviour and resistance to change, one of these variables is either the moderating variable or 
these variables are combined with a third variable. This research focusses only on the relationship between 
organisational citizenship and resistance to change. Although the complexity of both variables and influence 
from other variables ask for a qualitative research approach, in this research the quantitative approach is 
chosen to start with the basic relationship between organisational citizenship behaviour and resistance to 
change. The research question is: 
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 “How is organisational citizenship behaviour related to resistance to change?”  
 
For managers the outcome of this research can give some information about resistance to change. If managers 
put effort in creating and supporting organisational citizenship behaviour, will this influence the resistance to 
change, and will a change have more possibility to be successful.  
First a ‘Theoretical framework’ will be given, followed by the ‘Research design’. ‘Research results’ will show the 
data abstracted from the research. ‘Conclusion & discussion’ will discuss the results and address different 
interpretations and visions as well as further research.  
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4 THEORETICAL FRAMEWORK 
4.1 WHAT IS ORGANISATIONAL CITIZENSHIP BEHAVIOUR? 
 
Organ’s (1997) quote of Smith’s (Smith et al, 1983) for managers is a clear way to describe organisational 
citizenship behaviour. In Smith’s (Smith et al, 1983) research the following question was asked to managers 
concerning organisational citizenship behaviour: ”What kind of thing would you like to have people in your 
group do, but you know that you can’t actually force them to do it, can’t promise any tangible rewards for doing 
it, and can’t punish them for not doing it?” (Organ, 1997, p.93). 
Organ (1988) defines organisational citizenship behaviour as behaviour that promotes the effective functioning 
of an organisation and individual behaviour that is not directly recognized by the formal reward system.  Lee & 
Allen (2002) articulate organisational citizenship behaviour as the behaviour of the employees that serves to 
facilitate the organisation’s functioning. This behaviour is not necessarily critical to the employee’s task or job.  
According to McNeely & Meglino (1994) organisational citizenship behaviour can be split up in two distinctive 
behaviours: behaviour directed towards individuals and behaviour directed towards the organisation. Lee & 
Allen (2002) explain this distinction as helping individuals at work (behaviour towards individuals) and what 
employees will do to help the organisation apart from their assigned job (behaviour towards the organisation). 
The clarification that Beal III, Stavros & Cole (2013) give concerning behaviour towards individuals and 
behaviour towards the organisation substantiates the explanation given by Lee & Allen (2002).  Beal III, Stavros 
& Cole (2013) reason that factors of behaviour towards individuals are altruism (concern for welfare of others) 
and courtesy (gentle politeness) hence helping individuals, and behaviour towards the organisation consists of 
conscientiousness (desire to do a task well), sportsmanship (fairness, self-control) and virtue (be morally good) 
hence helping the organisation. 
Although in this research attention will be specifically on organisational citizenship behaviour and the 
distinction between behaviour towards individuals and behaviour towards the organisation, it is important to 
have a clear view of the complexity of organisational citizenship behaviour. The literature mentioned below 
describes this complexity and variables with which organisational citizenship behaviour is compared. 
Organisational citizenship behaviour is sometimes compared to other organisational behaviours such as 
prosocial organisational behaviour (Brief & Motowidlo, 1986) and organisational spontaneity (George & Brief, 
1992). But organisational citizenship behaviour differs from organisational spontaneity because of the non-
recognition by the formal reward system. Prosocial organisational behaviour is not necessary functional for the 
organisation whereas organisational citizenship behaviour promotes the effective functioning of an 
organisation. Table 1 shows the behavioural dimensions along which organisational citizenship behaviour, 
prosocial organisational behaviour and organisational spontaneity vary.  
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 Behavioural construct 
Organisational 
citizenship 
behaviour 
Prosocial 
organisational  
behaviour 
Organisational 
spontaneity 
Behavioural dimension  
Organisationally functional – 
organisationally dysfunctional  
Includes functional 
behaviours 
Includes functional and 
dysfunctional behaviours 
Includes functional 
behaviours 
Role prescribed – extra role Includes role prescribed and 
extra role behaviours 
Includes role prescribed and 
extra role behaviours 
Includes extra role 
behaviours 
Possibility of financial 
remuneration 
Behaviours cannot be 
recognized by formal reward 
system 
Behaviours can be 
recognized by formal reward 
system 
Behaviours can be 
recognized by formal reward 
system 
Active – passive Includes active and passive 
behaviours 
Includes active and passive 
behaviours 
Includes active behaviours 
Table 1 Behavioural dimensions along which organisational citizenship behaviour, prosocial organisational behaviour and 
organisational spontaneity vary (George & Brief, 1992) 
 
Another discussion is whether organisational citizenship behaviour should be considered role prescribed (in-
role) behaviour, extra role behaviour or both; like George & Brief (1992). Morrison (1994) states that the 
differences between in-role and extra role behaviour are related to commitment and social cues. His research 
shows that when employees define their responsibilities more broadly they will display more behaviour 
commonly assumed to be organisational citizenship behaviour. Morrison (1994) also shows that job satisfaction 
(the affective state underlying job attitudes) contributes to more broadly defined (by employees) 
responsibilities which makes organisational citizenship behaviour defined as in-role.  
According to Bateman & Organ (1983) citizenship behaviour would be influenced by job satisfaction. This 
influence occurs because people seek to respond to certain behaviour that benefits them. Furthermore they 
state that a person experiencing a mood state by positive affect shows more prosocial gestures. So a more 
satisfied person would display more prosocial and citizenship behaviour. Fahr, Podsakoff & Organ (1990) 
reason there is a relationship between satisfaction and organisational citizenship behaviour. Task 
characteristics (such as broadly defined responsibilities) might account for this correlation. But they state that 
task scope accounts for more unique variance in both the altruism and compliance dimension of organisational 
citizenship behaviour than does satisfaction. Thus, despite the correlation between satisfaction and 
organisational citizenship behaviour in other studies, Fahr, Podsakoff & Organ (1990) found no argument in 
which satisfaction is a critical variable for its relation with organisational citizenship behaviour.  
More recent research from Mohammad, Quoquab Habib & Adnan Alias (2011) shows that intrinsic job 
satisfaction has a significant positive relation with organisational citizenship behaviour towards the 
organisation (r = 0.223) but there was no relation with organisational citizenship behaviour towards individuals. 
Furthermore, extrinsic job satisfaction is also significantly correlated to organisational citizenship behaviour 
towards the organisation (r = 0.247) but not with organisational citizenship behaviour towards individuals. 
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These results are interesting to keep in mind with this research. It could be possible that there will be a 
difference in the relation between organisational citizenship behaviour towards individuals and resistance to 
change, and organisational citizenship behaviour towards the organisation and resistance to change.  
4.2 WHAT IS RESISTANCE TO CHANGE? 
 
Addressing resistance to change for the first time was Rogers (2010, [1963]). He discussed that placing people 
at the core of change thinking was an important contribution to develop the concept of change management 
including resistance to change.  Oreg’s (2003) review of resistance to change literature identifies six sources of 
resistance: (1) reluctance to lose control, (2) cognitive rigidity, (3) lack of psychological  resilience, (4) 
intolerance to the adjustment period involved in change, (5) preference for low levels of stimulation, and (6) 
reluctance to give up old habits. These sources helped Oreg (2003) formulate behavioural, affective and 
cognitive aspects of resistance to change: routine seeking, emotional reaction, short-term thinking, and 
cognitive rigidity. Szabla (2007) identified three reactions of resistance to change: cognitive reaction, emotional 
reaction (both positive and negative), and intentional reaction (both positive and negative).These reactions can 
be connected with Oreg’s (2003) aspects of resistance to change. Routine seeking will address subjects 
concerning  the incorporation of routines into one’s life. This contains aspects of cognitive and intentional 
response like how a change can affect daily work (Szabla, 2007), but also the preference for low levels of 
stimulation and novelty, respectively the reluctance to give up old habits (Oreg, 2003). Emotional reaction 
addresses Szabla’s (2007) emotional and cognitive response aspects such as positive or negative feelings about 
a change. Furthermore emotional reaction also addresses Oreg’s (2003) emotional reactions to imposed 
change like reluctance to lose control or the lack of psychological resilience. Short-term thinking will focus on 
intentional and cognitive response aspects e.g. intending to help make a change effective (Szabla, 2007), and 
the short-term focus when addressing change, for example intolerance to the adjustment period involved in 
change (Oreg, 2003). Cognitive rigidity will address the ease and frequency with which individuals change their 
mind (Oreg, 2003), and contains cognitive response aspects like seeing potential advantages of a change 
(Szabla, 2007). 
According to Ashforth & Lee (1990) there are individual antecedents of defensiveness concerning resisting 
change: insecurity and anxiety, and emotional exhaustion are forms of emotional reaction (Oreg, 2003), work 
alienation is linked to short-term thinking (Oreg, 2003) like an intentional response to a change, and self-
monitoring and (low) self-efficacy are examples of routine seeking (Oreg, 2003) as how change can affect daily 
routine.  
In this research the resistance to change aspects of Oreg (2003) will be used, because these items have the 
most interfaces with the items of Szabla (2007) and Ashforth & Lee (1990).  
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4.3 WHAT IS KNOWN ABOUT THE RELATION BETWEEN ORGANISATIONAL CITIZENSHIP BEHAVIOUR AND RESISTANCE TO CHANGE? 
 
This study wants to contribute to the theory and knowledge about the relation between organisational 
citizenship behaviour and resistance to change. The research question is: ”How is organisational citizenship 
behaviour related to resistance to change?”   
Part of the Msweli-Mbanga & Potwana (2006) research linked organisational citizenship behaviour to 
resistance to change. They concluded that (1) organisational citizenship behaviour is negatively related to 
resistance to change, and (2) organisational citizenship behaviour is a stronger predictor of resistance to 
change than of willingness to participate (level of cooperation in a certain process). Their study is a starting 
point for future research to link resistance to change to organisational citizenship behaviour and willingness to 
participate.  
The research Beal III, Stavros & Cole (2013) conducted studies the effect of psychological capital (e.g. hope, 
self-efficacy, optimism, resilience) and resistance to change on organisational citizenship behaviour. Their 
findings were that high levels of resistance to change moderate the positive effect of psychological capital on 
organisational citizenship behaviour.  This outcome suggests that resistance to change has negative influence 
on relations that would otherwise foster organisational citizenship behaviour. This increases the curiosity to 
how resistance to change is exactly related to organisational citizenship behaviour. If resistance to change can 
negatively influence a relation between organisational citizenship behaviour and another variable, how will 
organisational citizenship behaviour directly be influenced by resistance to change and vice versa. 
Furthermore, Avey, Wensing & Luthans (2008) surveyed 132 employees (broad cross-section of organisations 
and jobs) to answer the question: “Can positive employees help positive organisational change?”. Their 
findings: psychological capital (e.g. hope, efficacy, optimism, resilience) of the respondents was related to their 
positive emotions which were related to their attitudes, like engagement and cynicism, and to their behaviours, 
like organisational citizenship and deviance. They discuss that employee resistance (e.g. resistance to change) is 
one of the biggest obstacles for change within organisations. The result of their study suggests that the positive 
psychological capital and positive emotions (e.g. organisational citizenship behaviour) can help changing 
attitudes and behaviour (e.g. resistance to change) relevant for change within the organisations. 
Up to now the quoted research only finds a negative relation between organisational citizenship behaviour and 
resistance to change. However, the relation between organisational citizenship behaviour and resistance to 
change could be positive as well. For after all a high organisational citizenship behaviour could also mean a high 
resistance to change, depending on the character of the change in the eyes of the people involved in it, i.e. the 
perceived meaning of the change. Some authors in the literature help making a sensible case for this. 
According to Van Dijk & Van Dick (2009) employee resistance can be a response to comprehend threats that 
change (including change management) has to the employees’ work-based identity. Employees’ work-based 
identity can be seen as a variable in line with organisational citizenship behaviour; both employee’s work-based 
identity and organisational citizenship behaviour reflect a feeling of being part of a group or an organisation. 
For employees a change can be a threat hazardous for the organisation and what it represents, and for their 
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own experiences of work, not just the job but also the impact on relationships with colleagues, communication 
and interaction with employees and change leaders. Also a change can have a negative impact on the attitude 
towards the organisation and the feeling of unity. Both relationships with colleagues, attitude towards the 
organisation and feeling of unity are parts of organisational citizenship behaviour (behaviour towards 
individuals & behaviour towards the organisation, Lee & Allen, 2002). 
Feelings of ownership of the organisation are also affiliated to organisational citizenship behaviour. These 
feelings affect the attitude of employees towards change (Pierce, Rubenfeld & Morgan, 1991) which can make 
the employees promote the organisational change or act as a source of resistance.  Ownership creates 
individual outcomes like affective/attitudinal, motivational, and behavioural responses that can be linked to 
organisational citizenship behaviour. Pierce, Rubenfeld & Morgan (1991) state that it will be more difficult for 
employees with ‘high’ feelings of ownership to leave organisational problems at work than for employees with 
‘low’ feelings of ownership. Employees with ‘high’ feelings of ownership can see a change as a threat to the 
organisation, but also to their experiences of work (Van Dijk & Van Dick, 2009), thus can show strong resistance 
towards this change. It is my belief that when a change has impact at the ‘heart’ (or feeling of ownership) of an 
employee, resistance will be stronger. 
4.4 CONCLUSION OF LITERATURE RESEARCH 
 
To summarize: Msweli-Mbanga & Potwana (2006), Beal III, Stavros & Cole (2003), and  Avey, Wensing & 
Luthans (2008) all conclude that there is a negative relation between organisational citizenship behaviour and 
resistance to change. On the other hand, Van Dijk & Van Dick (2009), and Pierce, Rubenfeld & Morgan (1991) 
give cues for the suspicion that the relation between organisational citizenship behaviour and resistance to 
change can be both positive and negative.  
None of the mentioned research shows the direct correlation between organisational citizenship behaviour 
and resistance to change. Organisational citizenship behaviour or resistance to change is either the moderating 
variable or is combined with a third variable in the mentioned research. This research will focus specifically on 
the correlation between organisational citizenship behaviour and resistance to change. In line with Van Dijk & 
Van Dick (2009), and Pierce, Rubenfeld & Morgan (1991) it is my conviction that there can be both a positive 
and negative relation between organisational citizenship behaviour and resistance to change. In this research 
the suspicion that organisational citizenship behaviour will be positively related to resistance to change is 
leading, even though already conducted research shows mostly otherwise. I believe that when a change has an 
impact at the ‘heart’ of an employee, from where organisational citizenship behaviour ‘germinates’, the 
resistance will be higher.  
This gives the hypothesis for this research: 
Respondents with a higher score on the scale of organisational citizenship behaviour will show a high resistance 
to change. 
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As mentioned organisational citizenship behaviour  has two distinctive behaviours: behaviours towards 
individuals and behaviour towards the organisation (McNeely & Meglino , 1994; Lee & Allen, 2002 and Beal III, 
Stavros & Cole, 2013). This specification might help to see if organisational citizenship behaviour towards 
individuals for example shows a higher correlation to resistance to change. 
Resistance to change can be specified in: Routing seeking, Emotional reaction, Short-term thinking and 
Cognitive rigidity (Oreg, 2003 and Szabla, 2007). This specification might help to show a possible stronger 
correlation between for example organisational citizenship behaviour and short-term thinking.  
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5 RESEARCH DESIGN 
 
The research process and choices made will be explained by using the research ‘onion’ by Saunders, Lewis & 
Thornhill (2008).  
 
Figure 1 Research ‘onion’ - Saunders, Lewis & Thornhill (2008) 
Positivism is chosen due to the objectiveness of the view of the researcher. For the researcher the research is 
value-free, because there is no organisation as a client for this research. The research approach is deductive. In 
this research the hypothesis ‘Respondents with a higher score on the scale of organisational citizenship 
behaviour will show a high resistance to change’ is tested. The survey strategy is used to collect quantitative 
data. Not only can this data be used for statistical analysis, but also to prove relationships between variables. 
Because of the single data collection and corresponding analysis procedures, this research will be a mono 
method. Finally, the constrained time to complete this research demands a cross-sectional study.  
This questionnaire was designed in Thesis Tools, a website for University students. No sampling procedure has 
taken place. The questionnaire is send out by e-mail to 30 respondents, posted on Facebook with 490 ‘friends’ 
and shared on LinkedIn with 580 connections. The population is HBO + professionals. The response rate is 
8.09% (89 respondents / 1100 send out questionnaires x 100%) which is a low response rate. The average 
response rate for an external survey is between 10 and 15%.   
5.1 COLLECTING DATA 
 
Data for this research were collected using self-reported questionnaires.  
For the questions concerning organisational citizenship behaviour, items of the organisational citizenship 
behaviour scale from Lee & Allen (2002) will be used. It will be measured with a 5-point Likert scale: 1. I 
strongly disagree, 2. I disagree, 3. I neither agree nor disagree, 4. I agree, 5. I strongly agree. These items can be 
found as part a in the appendix. 
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For the questions concerning resistance to change, the questions from Oreg (2003) will be used. It will be 
measured with a 5-point Likert scale: 1. I strongly disagree, 2. I disagree, 3. I neither agree nor disagree, 4. I 
agree, 5. I strongly agree. Some items need recoding to give a proper result. 
These items can be found as part b in the appendix. The respondents were not asked to keep in mind a special 
change while answering these questions, like the last major organisational change.  
 
Other items on the questionnaire are: 
 Gender 
 Age 
 Sector 
 Size of the organisation 
 Length of employment 
(The answer options for the items other than organisational citizenship behaviour and resistance to change 
can be found in the appendix as part c) 
5.2 PREPARING DATA FOR ANALYSIS 
 
All collected data was put in an Excel-file, which was imported in ‘IBM SPSS Statistics 22’ (a statistics program).  
To prepare the data for the analysis the following steps are taken: 
a. Recoding 
To make sure a high score on the items is similar to a high score on the scale of organisational citizenship 
behaviour or a high resistance to change, some items need to be recoded. 
As mentioned before  a 5-point Likert scale is used: 
 1. I strongly disagree 
2. I disagree 
3. I neither agree nor disagree 
4. I agree 
5. I strongly agree 
Per variable the score scale is as following: 
 Organisational citizenship behaviour 
lowest score 16 – highest score 80 
 Organisational citizenship behaviour towards individuals 
lowest score 8 – highest score 40 
 Organisational citizenship behaviour towards the organisation 
lowest score 8 – highest score 40 
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 Resistance to change 
lowest score 17 – highest score 85 
Recoding item “I often change my mind” and item “Whenever my life forms a stable routine, I look for 
ways to change it”. 
 Resistance to change – Routine seeking 
lowest score 5 – highest score 25 
Recoding item “Whenever my life forms a stable routine, I look for ways to change it”. 
 Resistance to change – Emotional reaction 
lowest score 4 – highest score 20 
 Resistance to change – Short-term thinking  
lowest score 4 – highest score 20 
 Resistance to change – Cognitive rigidity 
lowest score 4 – highest score 20 
Recoding item “I often change my mind”. 
 
b. Reliability analysis 
Per variable a reliability analysis is conducted. This is done by calculating the reliability coefficient or Cronbach’s 
Alpha. When the Cronbach’s Alpha is 0.8 or higher, the data is homogeneous, which means all the items 
concerning this variable are about the same subject (Cronbach, 2004). 
The total overview of the reliability analysis per variable can be found in the appendix as part d.  
Organisational citizenship behaviour – Total 
The item “I adjust my work schedule to accommodate other employees’ requests for time off” was removed to 
improve the reliability of the data (Cronbach’s Alpha from .676 to .693;  + .017). Although the improvement is 
not significant, the item was removed because it’s character differs from the other items. The item “I show 
genuine concern and courtesy towards co-workers, even under the most trying business or personal situations” 
was not removed, because removal gives no significant improvement of the reliability of the data (Cronbach’s 
Alpha from .693 to .702; + .009). 
Organisational citizenship behaviour towards individuals 
The item “I adjust my work schedule to accommodate other employees’ requests for time off” was already 
removed when conducted this reliability analysis. This items was deleted in the data set for Organisational 
citizenship behaviour – Total, so to make this data set consistent for data analysis the item was also removed 
from this data set. The Cronbach’s Alpha of .524 was the highest possible. 
Organisational citizenship behaviour towards the organisation 
The Cronbach’s Alpha of .748 was the highest possible. 
Resistance to change – Total 
The item “My views are very consistent over time” was not removed, because removal gives no significant 
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improvement of the reliability of the data (Cronbach’s Alpha from .833 to .836; + .003).  
A second analysis was done with the item “ If my boss changed the criteria for evaluating employees, it would 
probably make me feel uncomfortable even if I thought I'd do just as well without having to do any extra work” 
removed. Although this removal had no significant effect on the reliability of the data (Cronbach’s Alpha from 
.833 to .832, -.001), the item was removed from this data set, because the same item was also removed from 
the data set Resistance to Change – Emotional reaction (which is part of the data set Resistance to change – 
Total). If not removed, this data set would be inconsistent to use for analysing data. 
Resistance to change – Routine seeking 
The Cronbach’s Alpha of .723 was the highest possible. 
Resistance to change – Emotional reaction 
The item “If my boss changed the criteria for evaluating employees, it would probably make me feel 
uncomfortable even if I thought I’d do just as well without having to do any extra work” was removed to 
significantly improve the reliability of the data (Cronbach’s Alpha from .685 to .740; +.055). Although analysis 2 
shows that removing item “When things don’t go according to plans, it stresses me out” will improve the 
reliability significantly (Cronbach’s Alpha from .740 to .780; + .040), the item will stay in the data set, because it 
is important for measuring emotional reaction as part of resistance to change.  
Resistance to change – Short-term thinking 
The item “When someone pressures me to change something, I tend to resist it even if I think the change may 
ultimately benefit me” was not removed, because the item is important for measuring short-term thinking as 
part of resistance to change. Furthermore the reliability would not improve significantly by removing this item 
(Cronbach’s Alpha from .615 to .631; + .016).  
Resistance to change – Cognitive rigidity 
The Cronbach’s Alpha of .771 was the highest possible. 
c. Compute variables 
After the reliability analyses all items concerning one variable are put together to form the variable. This is 
necessary to conduct different analyses in SPSS. There are eight variables in total, these are already mentioned 
in step 1. ‘Recoding’. 
d. Rank cases 
The last step of preparing the data is rank cases. In this step the data of the variables is regrouped from 5 
values (similar to the 5-point Likert scale) to three values: high – average – low. This regrouping is done for all 
eight variables.  
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5.3 ANALYSING DATA 
 
a. Data distribution & Statistics 
First the data distribution from the items other than organisational citizenship behaviour and resistance to 
change were analysed.  
The statistics show the frequencies and means of the data concerning organisational citizenship behaviour and 
resistance to change. For the results, see page 18. 
b. Correlation analysis 
A correlation analyse can show a possible correlation between two variables. The nature of this relation can be 
summarized in a number: the correlation coefficient or ‘Pearson product-moment correlation coefficient’. The 
correlation coefficient shows to what extent the relation between both variables resembles a straight line. The 
value of the correlation coefficient is always between -1 and +1. The value 0 means there is no rectilinear 
relation. The rule of thumb: a Pearson Correlation > 0.2  means a slightly positive relation (Slotboom, 1996).  A 
perfect correlation (Pearson Correlation = 1) means high values from one variable is accompanied by high 
values from the other variable. He same counts for low values from both variables. A perfect negative 
correlation (Pearson Correlation = -1) means high values from one variable are accompanied by low values 
from the other variable. 
This analysis will show if there is a correlation between organisational citizenship behaviour and resistance to 
change. This correlation is measured by the Pearson correlation coefficient (r).  
The significance level (Sig., 2-tailed) is measured as well. The sig., 2-tailed value shows the significance level and 
the probability that the possible Pearson correlation will be exceeded. If the significant level is smaller than 5% 
(< 0.05) it is unlikely the correlation will be exceeded.  
This analysis should support or not support the hypothesis: “Respondents with a higher score on the scale of 
organisational citizenship behaviour will show a high resistance to change”.   
The correlation analysis will not only be performed with organisational citizenship behaviour (total) and 
resistance to change (total), but also with parts of these variables, e.g. organisational citizenship behaviour 
towards individuals and resistance to change – routine seeking. This is done to see if parts of resistance to 
change have a different relationship with organisational citizenship behaviour.  
c. Correlation analysis with output organised by groups 
To specify the results of the first correlation analysis between organisational citizenship behaviour and 
resistance to change, the analysis is performed again with the output organised by the following groups: 
gender, age, sector, organisation size, and length of employment. This is done because it can be interesting to 
know if certain characteristics of the respondents (like age or gender) are of any influence on the relationship 
between organisational citizenship behaviour and resistance to change. 
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 Results of these analyses can answer the following questions:  
 Is there a difference how organisational citizenship behaviour is related to resistance to change 
between female and male respondents? 
 Is there a difference how organisational citizenship behaviour is related to resistance to change 
between different age groups? 
 Is there a difference how organisational citizenship behaviour is related to resistance to change 
between different sectors? 
 Is there a difference how organisational citizenship behaviour is related to resistance to change 
between different sizes of organisations?  
 Is there a difference how organisational citizenship behaviour is related to resistance to change 
between lengths of employment? 
5.4 OTHER ITEMS CONCERNING THE RESEARCH DESIGN 
 
For the reliability and specifically the internal consistency the reliability analysis has been conducted. The role 
of the researcher is objective. The data is anonymous, so it is not clear which data is from which respondent.  
Due to the fact that the context is missing from the nature of the research (respondents were not asked to 
keep a specific organisational change in mind while filling in the questionnaire) validity is low.  A selection bias 
is highly possible. 
By posting the questionnaire on both Facebook and LinkedIn, seen as different data sources, part of the 
triangulation is guaranteed. Using the Internet  provides simple and fast access to potential respondents. These 
kind of data sources do have a couple of bias: self-selection (Bethlehem, 2010). Self-selection means individuals 
select themselves for the questionnaire. The researcher is not in control.  
Concerning internal and external validity: the data is not completely generalizable over situations, because of 
the different changes that could influence the respondents.  
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6 RESEARCH RESULTS 
 
a. Data distribution & Statistics 
The questionnaire was filled in by 89 respondents (of the 1100 questionnaires). Below graphs will show the 
distribution of gender, age, sector, size of the organisation and employment length. 
What is your gender? 
1. Female  45 (50.56 %) 
2. Male  44 (49.44 %) 
n = 89 
# 89 
Graph 1 Gender distribution 
What is your age? 
1. < 20 year  0 (0 %) 
2. 20 - 30 year  13 (14.61 %) 
3. 30 - 40 year  29 (32.58 %) 
4. 40 - 50 year  35 (39.33 %) 
5. > 50 year  12 (13.48 %) 
n = 89 
# 89 
Graph 2 Age distribution 
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In which sector are you working? 
1. Cultural  1 (1.12 %) 
2. Education   3 (3.37 %) 
3. Financial-economical  6 (6.74 %) 
4. Government  6 (6.74 %) 
5. Health care  10 (11.24 %) 
6. Industrial  10 (11.24 %) 
7. IT  27 (30.34 %) 
8. Science  2 (2.25 %) 
9. Transport / Logistics  7 (7.87 %) 
10. Other  17 (19.1 %) 
n = 89 
# 89 
Graph 3 Sector distribution 
How large is the organisation you are employed? 
1. 0 – 50 employees  14 (15.73 %) 
2. 50 - 100 employees  3 (3.37 %) 
3. 100 – 250 employees  12 (13.48 %) 
4. 250 – 1000 employees  15 (16.85 %) 
5. > 1000 employees  45 (50.56 %) 
n = 89 
# 89 
Graph 4 Organisation size distribution 
How long are you employed at this organisation? 
1. 0 – 2 year  27 (30.34 %) 
2. 2 – 5 year  18 (20.22 %) 
3. 5 – 10 year  13 (14.61 %) 
4. 10 – 15 year  12 (13.48 %) 
5. > 15 year  19 (21.35 %) 
n = 89 
# 89 
Graph 5 Employment length distribution 
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Table 2 shows the frequency and means of the data. The specific frequencies per variables can be find as item e 
in the appendix. 
 Statistics 
Organisational citizenship behaviour Resistance to Change 
Total Towards 
individuals 
Towards the 
organisation 
Total Routine 
seeking  
Emotional 
reaction 
Short-Term 
thinking 
Cognitive 
rigidity 
N Valid 89 89 89 89 89 89 89 89 
 Missing 0 0 0 0 0 0 0 0 
Mean  56.2 26.1 30.1 45.6 11.4 10.8 9.7 13.7 
Std. Deviation  5.2 2.7 3.9 8.5 3.3 2.8 2.7 2.8 
Minimum  41 15 15 28 5 5 4 7 
Maximum  62 34 37 73 21 18 17 20 
Scale Minimum 15 7 8 16 5 3 4 4 
 Maximum 75 35 40 80 25 15 20 20 
Table 2 Statistics of the data 
b. Correlation analysis 
The first correlation analysis is between organisational citizenship behaviour and resistance to change. 
 
Organisational citizenship 
behaviour Resistance to Change 
Organisational citizenship 
behaviour 
Pearson Correlation 1 -.002 
Sig. (2-tailed)  .987 
N 89 89 
Resistance to change Pearson Correlation -.002 1 
Sig. (2-tailed) .987  
N 89 89 
Table 3 Correlation between Organisational citizenship behaviour and Resistance to change.  
As seen in table 3, the correlation analysis between organisational citizenship behaviour and resistance to 
change, conducted with the data of 89, shows a Pearson Correlation (r) of -.002 with a significance level of 
.987. 
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Other correlation analysis are performed between the variables specifying organisational citizenship behaviour 
and resistance to change.  
Variable N Mean 
Standard 
Deviation 
1 2 3 4 5 6 7 8 
1. Organisational citizenship 
behaviour (OCB) 
89 56.2 5.2  -  
       
2. OCB towards individuals 89 26.1 2.7 .667*  -  
      
3. OCB towards the organisation 89 30.1 3.9 .853* .179*  -  
     
4. Resistance to change (RTC) 89 45.6 8.5 -.002 .162 -.116  -  
    
5. RTC - Routine seeking 89 11.4 3.3 .044 .192 -.076 .822*  -  
   
6. RTC - Emotional reaction 89 10.8 2.8 -.046 .098 -.129 .777* .581*  -  
  
7. RTC - Short-term thinking 89 9.7 2.7 -.038 .159 -.162 .796* .508* .638*  -  
 
8. RTC - Cognitive rigidity 89 13.7 2.8 .025 .019 .019 .526* .249** .071 .227**  -  
Table 4 Means, Standard deviations, and correlations among study variables ( * p < .01 / ** p < .05). 
Table 4 shows the means and standard deviations of all variables specifying organisational citizenship 
behaviour and resistance to change. The standard deviation shows the scatter of the value with respect to the 
average value. Furthermore all correlations between the different aspects of organisational citizenship 
behaviour and resistance to change can be found there. 
c. Correlation analysis with output organised by groups 
 Female Male 
Organisational 
citizenship 
behaviour 
Resistance to 
change 
Organisational 
citizenship 
behaviour 
Resistance to 
change 
Organisational 
citizenship 
behaviour 
Pearson Correlation 1 -.038 1 .076 
Sig. (2-tailed)  .805  .622 
N 45 45 44 1 
Resistance to 
Change 
Pearson Correlation -.038 1 .076 1 
Sig. (2-tailed) .805  .622  
N 45 45 44 44 
Table 5 Correlation between Organisational citizenship behaviour and Resistance to change organised by gender 
As seen in table 5, the correlation analysis between organisational citizenship behaviour and resistance to 
change, conducted with the data of 89 respondents and the data organised by gender, shows a Pearson 
Correlation (r) of -.038 with a significance level of .805 for female respondents. The data from male 
respondents shows r = .076 with a significance level of .622.   
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    20 – 30 year 30 – 40 year 40 – 50 year > 50 years 
    OCB RTC OCB RTC OCB RTC OCB RTC 
OCB* Pearson Correlation 1  .168  1  .127  1  -.033  1  -.447  
  Sig. (2-tailed)   .583    .512    .852    .145  
  N 13  13  29  29  35  35  12  12  
RTC** Pearson Correlation .168  1  .127  1  -.033  1  -.447  1  
  Sig. (2-tailed) .583    .512    .852    .145    
  N 13  13  29  29  35  35  12  12  
Table 6 Correlation between Organisational citizenship behaviour and Resistance to change organised by age  
(* OCB – organisational citizenship behaviour / ** RTC – resistance to change) 
As seen in table 6, the correlation analysis between organisational citizenship behaviour and resistance to 
change, conducted with data of 89 respondents and the data organised by age, shows a Pearson Correlation (r) 
of.168 with a significance level of .583 for respondents between 20 and 30 years old. Respondents between 30 
and 40 years old; r = .127; significance level .512, between 40 and 50 years old: r = -.033; significance level .852, 
and respondents older than 50 years: r = -.447; significance level .145.  
    
 0 – 50 
employees 
50 – 100 
employees 
100 – 250 
employees 
 250-1000 
employees 
 > 1000 
employees 
    OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC 
OCB*  Pearson Correlation 1 -.194 1 .728 1 -.192 1 -.366 1 .126 
  Sig. (2-tailed)   .507   .481   .492   .242   .409 
 
 N 14 14 3  3 15 15 12 12 45 45 
RTC**  Pearson Correlation -.194 1 .728  1 -.192 1 -.366 1 .126 1 
  Sig. (2-tailed)  .507   .481   .492   .242 
 
.409   
   N  14 14 3  3 15 15 12 12 45 45 
Table 7 Correlation between Organisational citizenship behaviour and Resistance to change organised by organisation size 
(* OCB – organisational citizenship behaviour / ** RTC – resistance to change) 
As seen in table 7, the correlation analysis between organisational citizenship behaviour and resistance to 
change, conducted with data of 89 respondents and the data organised by organisation size, shows a Pearson 
Correlation (r) of -.194 with a significance level of .507 for respondents in an organisation with 0 to 50 
employees. Respondents in an organisation with 50 to 100 employees: r = 7.28; significance level .481, 100 to 
250 employees: r = -.192; significance level .492, 250 to 1000 employees: r = -.366; significance level .242, and 
respondents in an organisation with more than 1000 employees: r = .126; significance level .409. 
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    0 – 2 year 2 – 5 year 5 – 10 year 10 – 15 year > 15 year 
    OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC 
OCB*  Pearson Correlation 1 -.172 1 .101 1 -.095 1 .158 1 .111 
  Sig. (2-tailed)   .390   .690   .757   .624   .651 
 
 N 27 27 18  18 13 13 12 12 19 19 
RTC**  Pearson Correlation -.172 1 .101  1 -.095 1 .158 1 .111 1 
  Sig. (2-tailed)  .390   .690   .757   .624 
 
.651   
   N  27 27 18  18 13 13 12 12 19 19 
Table 8 Correlation between Organisational citizenship behaviour and Resistance to change organised by length of 
employment (* OCB – organisational citizenship behaviour / ** RTC – resistance to change) 
As seen in table 8, the correlation analysis between organisational citizenship behaviour and resistance to 
change, conducted with data from 89 respondents and the data organised by length of employment, shows a 
Pearson Correlation (r) of -.172 with a significance level of .390 for respondents with an employment length up 
to 2 years. Respondents with an employment length between 2 and 5 years: r = .101; significance level .690, 
between 5 and 10 years: r = -.095; significance level .757, between 10 and 15 years: r = .158; significance level 
.624, and respondents with and employment length longer than 15 years: r = .111; significance level .651.  
The data concerning the correlation between organisational citizenship behaviour and resistance to change 
organised by sector will not be used in this research due to the widely spread results. These results can be 
found in the appendix as part f.  
  
 26 
 
7 CONCLUSION & DISCUSSION  
7.1 CONCLUSION 
 
Relation between organisational citizenship behaviour and resistance to change 
With a Pearson Correlation (r)  of -.002, the hypothesis “Respondents with a higher score on the scale of 
organisational citizenship behaviour will show a high resistance to change.” is not supported.  
This correlation shows no positive but also no negative correlation. This is interesting, because quoted research 
mentioned in the theoretical framework (Msweli-Mbanga & Potwana, 2006; Beal III, Stavros & Cole, 2013; 
Avey, Wensing & Luthans, 2008), stated that organisational citizenship behaviour and resistance to change are 
negatively related.  
 
Organisational citizenship behaviour towards individuals/Organisational citizenship behaviour towards the 
organisation and resistance to change 
Looking at the correlation analysis performed with parts of the variables of organisational citizenship behaviour 
and resistance to change, although no significant correlation was found, the results are interesting enough to 
discuss. All analyses between organisational citizenship behaviour towards individuals and resistance to change 
– total (r = .162), - routine seeking (r =.192), - emotional reaction (r =.098), - short-term thinking (r =.159), 
and – cognitive rigidity (r = .019) show positive results (but no significant correlation). Except for the analysis 
between organisational citizenship behaviour towards the organisation and resistance to change – cognitive 
rigidity, which shows a positive result (r =.019), all analyses between organisational citizenship behaviour 
towards the organisation and resistance to change – total (r =-.116), - routine seeking (r =-.076), - emotional 
reaction (r =-.129), and – short-term thinking (r = -.162) show negative results. 
 
Data organised by gender 
Another distinctive difference can be found in the results of the correlation analysis performed between 
organisational citizenship behaviour and resistance to change with the output organised by gender. Again there 
is no significant correlation, but the results are interesting. With r = -.038 the suggestion can be made that for 
female respondents organisational citizenship behaviour and resistance to change are negatively related. 
Whereas r = .076 shows a possible positive relation between organisational citizenship behaviour and 
resistance to change for male respondents. 
 
Data organised by age 
The results also show differences when the correlation analysis was conducted between organisational 
citizenship behaviour and resistance to change with the output organised by age. Whereas the younger 
respondents show positive results (20-30 years, r = .186; 30 -40 years, r =.127), the results of the older 
respondents suggest a negative relation (40 -50 years, r = -.033; > 50 years, r = -.447). 
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Data organised by employment length 
The correlation analysis performed between organisational citizenship behaviour and resistance to change with 
the output organised by length of employment gives the following result: 0-2 year employment, r = -.172;  
2-5 year employment, r = .101; 5-10 year employment, r = -.095; 10-15 year employment, r = .158; > 15 year 
employment, r = .111. The results show a possible positive relation for respondents with an employment length 
of 2-5 year, 10-15 year, or > 15 year. A possible negative relation is suggested for respondents with an 
employment length of 0-2 year, or 5-10 year.  
 
Data organised by organisation size 
The highest Pearson Correlation is found in the results of the correlation analysis between organisational 
citizenship behaviour and resistance to change with output grouped by size of the organisation. Respondents 
working in an organisation with 50-100 employees show r =.728, which suggests in this size organisation 
organisational citizenship behaviour and resistance to change can be positively related. Other results are: 0-50 
employees, r = -.194; 100-250 employees, r = -.192; 250-1000 employees, r = -.366; > 1000 employees, r = .126. 
 
7.2 DISCUSSION, LIMITATION IN THE RESEARCH AND RECOMMENDATIONS FOR FUTURE RESEARCH 
 
Relation between organisational citizenship behaviour and resistance to change 
The hypothesis “Respondents with a higher score on the scale of organisational citizenship behaviour will show 
a higher resistance to change” was, with r = -.002, not supported. A reason no significant correlation was 
found, can be the missing context in the nature of the research. None of the respondents was asked to keep 
i.e. the latest organisational change in their mind, while filling in the questionnaire regarding resistance to 
change. It is possible that one respondent was thinking about the change of coffee machines in the office 
building, while another respondent just heard  his organisation is removing a management level. This different 
mind-set while filling in a questionnaire is called a selection bias.  
Future research can eliminate this selection bias by conducting the research in one organisation with 
respondents who are influenced by the same organisational change(and who are asked to keep this specific 
change in mind while filling in the questionnaire). This will give a higher validity. Also the choice which 
resistance to change items to use should be considered. Oreg’s (2003) list focusses more on the general feeling 
towards change, while Szabla’s (2007) items are more formulated for a specific change. 
Another reason for not finding a significant correlation can be the complexity of the variables and their 
relationship. Although all mentioned research in the theoretical framework was conducted by quantitative 
research, and organisational citizenship behaviour and resistance to change were either the moderating 
variable or combined with a third variable; my believe that the basic relationship between organisational 
citizenship behaviour and resistance to change can be researched with a quantitative approach is wrong. 
My recommendation: a qualitative study can contribute to the knowledge and theory about the complex 
relationship between organisational citizenship behaviour and resistance to change. To find these different 
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relations and explain them, explorative research will be conducted. It can consist of a single case study or 
multiple case study (depending on the number of organisations willing to participate). The case study will 
involve interviews, conducted with about 20 respondents (per participating organisation). Questions for these 
interviews are formed by using the items of the organisational citizenship behaviour scale (Lee & Allen, 2002) 
and resistance categories from research conducted by Oreg (2003) and Szabla (2007). The case study 
interviews will be focused interviews (Yin, 2003) with an open-ended nature (Yin, 2003). To avoid any influence 
from the researcher, the ‘holding back theory’ (Moerman, 2010) will be used. The interviews will be recorded, 
and the transcriptions will be processed into a document. Boeije (2008) made a process to help analysing data 
received from interviews by coding the data. With the coded date hypotheses can be formed for future 
research.  
Important note: respondents should be influenced by the same ongoing change to ensure a high validity, but 
also to make emotions and answers easy to access. With more than one participating organisation, the ongoing 
change should be similar for consistency or completely different for comparing different relations between 
organisational citizenship behaviour and resistance to change with different organisational changes.   
Note: the above mentioned recommendations for this research are also valid for parts of the research written 
below. 
 
Organisational citizenship behaviour towards individuals/Organisational citizenship behaviour towards the 
organisation and resistance to change 
Although there is no significant correlation, these results point at the possibility that organisational citizenship 
behaviour towards individuals is positively related to resistance to change, and organisational citizenship 
behaviour towards the organisation is mostly negatively related to resistance to change. In this case 
organisational citizenship towards individuals is more dominant than organisational citizenship towards the 
organisation. George (1991) noted that an individual who is requested to assist a co-worker, will not first 
contemplate about how the organisation is treating him before assisting the co-worker. It is possible that for 
the respondents of this research, their co-workers are ‘closer to the heart’ than the organisation.  McNeely & 
Meglino’s (1994) finding that behaviour that is aimed to help another person is not depending on a reward. 
Their findings confirm the fact that organisational citizenship behaviour is not recognized by the formal reward 
system (Organ, 1988).  
Further research could focus on the differences in this present study, as well as focus on advice from older 
studies: Beal III, Stavros & Cole (2013) mention the distinction between organisational citizenship behaviour 
towards individuals and behaviour towards the organisation, but do not use this difference when analysing the 
data. Lee & Allen (2002) not only specify the difference between organisational citizenship behaviour towards 
individuals and behaviour towards the organisation, but use this difference in both collecting and analysing the 
results; the same method as in this research. 
 
 
 
 29 
 
Data organised by gender 
The research of Ganesh & Paramasivam (2014) suggests that female employees have a better quality of work 
life compared to male employees. Their findings indicate that women show more social support as well as co-
worker support (reminiscent of organisational citizenship behaviour). What can be questioned is the order of 
the answers; in most research ‘male’ is the first answer option and ‘female’ the second option when asked 
about gender. A control question at the end of the questionnaire would have made it easier to check whether 
or not the first question was answered correctly and check reliability. 
Further research can help understand the difference between results of female and male respondents. 
 
Data organised by age 
Results of the research of Yeung, Fung & Chan (2014) show that older employees (> 40 years) are more 
avoiding conflict in comparison with younger employees. This could mean they show less resistance to change. 
In more recent research by the same researchers  (Yeung, Fung & Chan, 2016),  they claim that older 
employees (> 40 years) emphasize more on the work aspects that support and promote emotional goals (social 
interaction and interpersonal closeness, reminiscent of organisational citizenship behaviour towards 
individuals) and less on gaining rewards and personal advancement. Further research is necessary; retirement 
age is rising which means more and more organisations will have older employees. It is important to 
understand the difference in work e.g. values or resistance to change between younger (< 40 years) and older 
(> 40 years) employees (Yeung, Fung & Chan, 2016). In this research 42 respondents are < 40 years and 47 
respondents are > 40 years (n = 89); this shows an almost equal data distribution. In this research age 
distribution is very equal: 42 respondents < 40 years and 47 respondents > 40 years (n = 89). But these 
respondents are working in different sectors and different organisation sizes. 
To eliminate possible influence of those variables on the analysis with output organised by age, future research 
should focus on respondents to one organisation to see if there is still a difference in the possible relation 
between organisational citizenship behaviour and resistance to change with employees < 40 years and 
employees > 40 years, and to understand this difference. This can establish a higher validity and reliability. 
 
Data organised by employment length 
Older employees (> 40 years) are more likely to have a longer employment at the same organisation. With this 
in mind it is logical to assume that the results of older employees (> 40 year) and respondents with a higher 
employment length are similar. In this research this is not the case. Respondents older than 40 years show a 
possible negative relation between organisational citizenship behaviour and resistance to change (40-50 years, 
r = -.033; > 50 years, r = -.447).  Respondents with an employment > 10 years show a possible positive relation 
between organisational citizenship behaviour and resistance to change (10-15 year, r = .158, > 15 year, r = 
.111). In this research the total of respondents was 89, from which 47 respondents were 40 years or older, and 
31 respondents had an employment length > 10 years.  
As seen on page 20, employment length is fairly equally distributed. But respondents are working in different 
sectors which could influence the employment length (some sectors don’t have a long employment). The 
results are reliable but cannot be seen as general results 
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To improve validity, future research should be conducted at one or multiple organisations within the same 
sector, preferably the same size. 
 
Data organised by organisation size 
As seen on page 20 the data distribution makes it impossible to compare the results. Only 3 respondents work 
at an organisation with 50-100 employees which makes r = .728 unreliable. 
To improve reliability and validity, future research should contain an equal amount of respondents for each 
organisation size .  
 
To conclude; this study has not found a correlation (positive or negative) between organisational citizenship 
behaviour and resistance to change. When the correlation analysis is performed with the output organised by 
different groups, the analyses still show no significant correlation, but the results contain some interesting 
differences. Additional research can explain these differences.   
Furthermore, a lot of the questions that emerge from the results of this research pin point to why and how 
results can show differences. These question can mainly be answered by qualitative research. And although all 
data show no significant relation, there are hints and suggestions that organisational citizenship and resistance 
to change are related in some circumstances and influenced by some variables.  
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9 APPENDIX 
 
a. Items concerning organisational citizenship behaviour – Lee & Allen (2002) 
Organisational citizenship behaviour towards individuals 
 I help other who have been absent 
 I willingly give my time to help other who have work-related problems 
 I adjust my work schedule to accommodate other employees’ requests for time off 
 I go out of my way to make newer employees feel welcome in the work group 
 I show genuine concern and courtesy towards co-workers, even under the most trying business or 
personal situations 
 I give up time to help others who have work or non-work problems 
 I assist others with their duties 
 I share personal property with others to help their work 
Organisational citizenship behaviour toward the organisation 
 I attend functions that are not required but that help the organisational image 
 I keep up with developments in the organisation 
 I defend the organisation when other employees criticize it 
 I show pride when representing the organisation in public 
 I offer ideas to improve the functioning of the organisation 
 I express loyalty towards the organisation 
 I take action to protect the organisation from potential problems 
 I demonstrate concern about the image of the organisation 
 
b. Items concerning resistance to change – Oreg (2003)  
Resistance to change - Routine seeking 
 I generally consider changes to be a negative thing 
 I’ll take a routine day over a day full of unexpected events any time 
 I like to do the same old things rather than try new  and different ones 
 Whenever my life forms a stable routine, I look for ways to change it 
 I’d rather be bored than surprised 
Resistance to change - Emotional reaction 
 If I were informed that there’s going to be a significant change regarding the way things are done at 
work, I would probably feel stressed  
 When I am informed of a change of plans, I tense up a bit 
 When things don’t go according to plans, it stresses me out 
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 If my boss changed the criteria for evaluating employees, it would probably make me feel 
uncomfortable even if I thought I’d just do as well without having to do any extra work 
Resistance to change - Short-term thinking 
 Changing plans sounds like a real hassle to me 
 Often, I feel a bit uncomfortable even about changes that may potentially improve my life 
 When someone pressures me to change something, I tend to resist it even if I think the change may 
ultimately benefit me  
 I sometimes find myself avoiding changes that I know will be good for me 
Resistance to change - Cognitive rigidity 
 I often change my mind 
 Once I’ve come to a conclusion, I’m not likely to change my mind 
 I don’t change my mind easily 
 My views are very consistent over time 
 
c. Answer options other items questionnaire 
Gender: 
 
1. Female 
2. Male 
Age: 
1. < 20 year 
2. 20 – 30 year 
3. 30 – 40 year 
4. 40 – 50 year 
5. > 50 year 
Sector: 
1. Cultural 
2. Education 
3. Financial – Economical 
4. Government 
5. Health Care 
6. Industrial 
7. IT 
8. Science 
9. Transport / Logistic 
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10. Other 
Size of the organisation: 
1. 0 – 50 employees 
2. 50 – 100 employees 
3. 100 – 250 employees 
4. 250 – 1000 employees 
5. > 1000 employees 
Length of employment: 
1. 0 – 2 year 
2. 2 – 5 year 
3. 5 – 10 year 
4. 10 – 15 year 
5. 5 > 15 year 
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d. Outcome reliability analysis 
Table 9 Organisational citizenship behaviour (Total) - Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized Items N of Items 
,676 ,687 16 
 
Table 10 Organisational citizenship behaviour (Total) - Item-Total Statistics 
  
Scale Mean if 
Item Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
I help others who have been absent from work. 55,888 25,805 ,128 ,160 ,681 
I attend functions that are not required but that help the organisational image. 56,180 23,649 ,354 ,321 ,651 
I willingly give my time to help others who have work-related problems. 55,831 25,437 ,233 ,293 ,667 
I keep up with developments in the organisation. 55,663 25,544 ,239 ,395 ,666 
I adjust my work schedule to accommodate other employees' requests for time off. 56,236 26,591 ,032 ,266 ,693 
I defend the organisation when other employees criticize it. 56,427 25,111 ,189 ,313 ,674 
I go out of my way to make newer employees feel welcome in the work group. 56,090 24,742 ,255 ,224 ,665 
I show pride when representing (the organisation) in public. 55,978 23,772 ,453 ,486 ,641 
I show genuine concern and courtesy toward co-workers, even under the most trying 
business or personal situations. 
56,000 26,159 ,094 ,175 ,684 
I offer ideas to improve the functioning of the organisation. 55,607 23,264 ,454 ,335 ,638 
I give up time to help others who have work or non-work problems. 55,944 25,031 ,309 ,415 ,659 
I express loyalty towards the organisation. 55,888 24,010 ,411 ,431 ,646 
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I assist others with their duties. 55,775 25,722 ,328 ,449 ,661 
I take action to protect the organisation from potential problems. 55,843 23,520 ,465 ,454 ,638 
I share personal property with others to help their work. 56,539 25,365 ,139 ,247 ,682 
I demonstrate concern about the image of the organisation. 56,236 22,501 ,486 ,429 ,631 
 
Table 11 Organisational citizenship behaviour (Total) - Reliability Statistics (item “I adjust my work schedule to accommodate other employees' requests for time off.” removed) 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized Items 
N of 
Items 
,693 ,700 15 
 
Table 12 Organisational citizenship behaviour (Total) - Item-Total Statistics (item “I adjust my work schedule to accommodate other employees' requests for time off.” removed) 
  
Scale Mean if 
Item Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
I help others who have been absent from work. 52,382 24,784 ,134 ,160 ,699 
I attend functions that are not required but that help the organisational image. 52,674 22,518 ,380 ,276 ,667 
I willingly give my time to help others who have work-related problems. 52,326 24,677 ,204 ,241 ,688 
I keep up with developments in the organisation. 52,157 24,589 ,239 ,389 ,685 
I defend the organisation when other employees criticize it. 52,921 23,982 ,210 ,297 ,690 
I go out of my way to make newer employees feel welcome in the work group. 52,584 24,018 ,226 ,173 ,687 
I show pride when representing (the organisation) in public. 52,472 22,775 ,464 ,486 ,659 
I show genuine concern and courtesy toward co-workers, even under the most trying 
business or personal situations. 
52,494 25,116 ,102 ,175 ,702 
I offer ideas to improve the functioning of the organisation. 52,101 22,296 ,461 ,334 ,656 
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I give up time to help others who have work or non-work problems. 52,438 23,999 ,322 ,380 ,676 
I express loyalty towards the organisation. 52,382 22,989 ,425 ,431 ,663 
I assist others with their duties. 52,270 24,813 ,317 ,447 ,680 
I take action to protect the organisation from potential problems. 52,337 22,658 ,456 ,453 ,659 
I share personal property with others to help their work. 53,034 24,033 ,180 ,212 ,696 
I demonstrate concern about the image of the organisation. 52,730 21,836 ,456 ,391 ,655 
 
Table 13 Organisational citizenship behaviour towards individuals - Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized Items 
N of 
Items 
,524 ,554 7 
 
Table 14 Organisational citizenship behaviour towards individuals - Item-Total Statistics 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
I help others who have been absent from work. 22,270 5,995 ,198 ,076 ,513 
I willingly give my time to help others who have work-related problems. 22,213 5,829 ,347 ,193 ,451 
I go out of my way to make newer employees feel welcome in the work group. 22,472 5,707 ,269 ,114 ,481 
I show genuine concern and courtesy toward co-workers, even under the most 
trying business or personal situations. 
22,382 6,102 ,187 ,114 ,516 
I give up time to help others who have work or non-work problems. 22,326 5,745 ,398 ,239 ,434 
I assist others with their duties. 22,157 6,498 ,306 ,198 ,482 
I share personal property with others to help their work. 22,921 5,732 ,193 ,059 ,522 
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Table 15 Organisational citizenship behaviour towards the organisation - Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized Items 
N of 
Items 
,748 ,752 8 
 
Table 16 Organisational citizenship behaviour towards the organisation - Item-Total Statistics 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
I attend functions that are not required but that help the organisational image. 26,551 12,364 ,327 ,156 ,747 
I keep up with developments in the organisation. 26,034 12,942 ,396 ,253 ,731 
I defend the organisation when other employees criticize it. 26,798 12,050 ,394 ,225 ,733 
I show pride when representing (the organisation) in public. 26,348 12,002 ,530 ,367 ,708 
I offer ideas to improve the functioning of the organisation. 25,978 11,999 ,449 ,258 ,721 
I express loyalty towards the organisation. 26,258 12,194 ,481 ,347 ,716 
I take action to protect the organisation from potential problems. 26,213 12,215 ,456 ,384 ,720 
I demonstrate concern about the image of the organisation. 26,607 11,059 ,549 ,336 ,700 
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Table 17 Resistance to change (Total) - Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized 
Items N of Items 
,833 ,831 17 
 
Table 18 Resistance to change (Total) - Item-Total Statistics 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
I generally consider changes to be a negative thing. 43,596 63,198 ,577 ,597 ,817 
If I were informed that there's going to be a significant change regarding the way 
things are done at work, i would probably feel stressed. 
42,843 61,498 ,576 ,562 ,816 
Changing plans seems like a real hassle to me. 43,124 63,678 ,463 ,373 ,823 
I often change my mind. 42,169 67,505 ,282 ,398 ,832 
I'll take a routine day over a day full of unexpected events any time... 43,247 64,370 ,370 ,360 ,829 
When I am informed of a change of plans, I tense up a bit. 42,933 64,086 ,530 ,650 ,819 
Often, I feel a bit uncomfortable even about changes that may potentially improve 
my life. 
43,169 61,551 ,614 ,641 ,814 
Once I've come to a conclusion, I'm not likely to change my mind. 42,270 65,722 ,309 ,520 ,832 
I like to do the same old things rather than try new and different ones. 43,562 63,817 ,478 ,364 ,822 
When things don't go according to plans, it stresses me out. 42,775 63,063 ,486 ,495 ,821 
When someone pressures me to change something, I tend to resist it even if I think 
the change may ultimately benefit me. 
43,202 67,004 ,285 ,342 ,832 
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I don't change my mind easily. 42,326 63,881 ,465 ,557 ,822 
Whenever my life forms a stable routine, I look for ways to change it. 42,371 61,691 ,582 ,490 ,815 
If my boss changed the criteria for evaluating employees, it would probably make 
me feel uncomfortable even if I thought I'd do just as well without having to do any 
extra work. 
43,067 67,154 ,289 ,329 ,832 
I sometimes find myself avoiding changes that I know will be good for me. 43,157 64,225 ,447 ,511 ,823 
My views are very consistent over time. 41,888 69,624 ,157 ,301 ,836 
I'd rather be bored than surprised. 43,831 66,164 ,433 ,358 ,825 
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Table 19 Resistance to change (Total) - Reliability Statistics (item “ If my boss changed the criteria for evaluating employees, it would probably make me feel uncomfortable even if I thought I'd do just as 
well without having to do any extra work.” removed) 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized 
Items N of Items 
,832 ,830 16 
 
Table 20 Resistance to change (Total) - Item-Total Statistics (item “ If my boss changed the criteria for evaluating employees, it would probably make me feel uncomfortable even if I thought I'd do just as 
well without having to do any extra work.” removed) 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if 
Item Deleted 
Corrected Item-
Total Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha 
if Item Deleted 
I generally consider changes to be a negative thing. 41,067 58,177 ,601 ,580 ,813 
If I were informed that there's going to be a significant change regarding the 
way things are done at work, I would probably feel stressed. 
40,315 56,741 ,583 ,562 ,813 
Changing plans seems like a real hassle to me. 40,596 59,062 ,454 ,354 ,821 
I often change my mind. 39,640 62,483 ,293 ,395 ,830 
I'll take a routine day over a day full of unexpected events any time. 40,719 59,659 ,366 ,353 ,828 
When I am informed of a change of plans, I tense up a bit. 40,404 59,380 ,527 ,650 ,818 
Often, I feel a bit uncomfortable even about changes that may potentially 
improve my life. 
40,640 57,119 ,599 ,615 ,812 
Once I've come to a conclusion, I'm not likely to change my mind. 39,742 60,717 ,320 ,520 ,830 
I like to do the same old things rather than try new and different ones. 41,034 59,374 ,457 ,331 ,821 
When things don't go according to plans, it stresses me out. 40,247 58,552 ,473 ,491 ,820 
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When someone pressures me to change something, I tend to resist it even if I 
think the change may ultimately benefit me. 
40,674 62,540 ,257 ,291 ,832 
I don't change my mind easily. 39,798 58,868 ,484 ,546 ,820 
Whenever my life forms a stable routine, I look for ways to change it. 39,843 56,770 ,600 ,488 ,812 
I sometimes find myself avoiding changes that I know will be good for me. 40,629 59,577 ,439 ,504 ,822 
My views are very consistent over time. 39,360 64,574 ,165 ,298 ,835 
I'd rather be bored than surprised. 41,303 61,373 ,431 ,357 ,823 
 
Table 21 Resistance to change (Routine seeking) – Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized 
Items N of Items 
,723 ,732 5 
 
Table 22 Resistance to change (Routine seeking) – Item-Total Statistics 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
I generally consider changes to be a negative thing. 9,371 7,441 ,561 ,404 ,648 
I'll take a routine day over a day full of unexpected events any time. 9,022 7,136 ,439 ,246 ,700 
I like to do the same old things rather than try new and different ones. 9,337 7,703 ,430 ,246 ,697 
Whenever my life forms a stable routine, I look for ways to change it. 8,146 7,126 ,504 ,347 ,668 
I'd rather be bored than surprised. 9,607 8,105 ,518 ,281 ,670 
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Table 23 Resistance to change (Emotional reaction) - Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized 
Items N of Items 
,685 ,686 4 
 
Table 24 Resistance to change (Emotional reaction) - Item-Total Statistics 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
If I were informed that there's going to be a significant change regarding the way 
things are done at work, I would probably feel stressed. 
8,011 4,329 ,512 ,428 ,590 
When I am informed of a change of plans, I tense up a bit. 8,101 4,569 ,645 ,501 ,516 
When things don't go according to plans, it stresses me out. 7,944 4,440 ,498 ,273 ,599 
If my boss changed the criteria for evaluating employees, it would probably make 
me feel uncomfortable even if I thought I’d do just as well without having to do any 
extra work. 
8,236 5,819 ,253 ,082 ,740 
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Table 25 Resistance to change (Emotional reaction) - Reliability Statistics (item If my boss changed the criteria for evaluating employees, it would probably make me feel uncomfortable even if I thought 
I'd do just as well without having to do any extra work.” removed) 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized 
Items N of Items 
,740 ,751 3 
 
Table 26 Resistance to change (Emotional reaction) - Item-Total Statistics (item If my boss changed the criteria for evaluating employees, it would probably make me feel uncomfortable even if I thought 
I'd do just as well without having to do any extra work.” removed) 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
If I were informed that there's going to be a significant change regarding the way 
things are done at work, I would probably feel stressed. 
5,483 2,707 ,572 ,428 ,648 
When I am informed of a change of plans, I tense up a bit. 5,573 2,997 ,692 ,499 ,531 
When things don't go according to plans, it stresses me out. 5,416 3,064 ,460 ,241 ,780 
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Table 27 Resistance to change (Short-term thinking) - Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized 
Items N of Items 
,615 ,613 4 
 
Table 28 Resistance to change (Short-term thinking) - Item-Total Statistics 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
Changing plans seems like a real hassle to me. 7,258 4,648 ,329 ,166 ,595 
Often, I feel a bit uncomfortable even about changes that may potentially improve 
my life. 
7,303 4,100 ,497 ,376 ,463 
When someone pressures me to change something, I tend to resist it even if I think 
the change may ultimately benefit me. 
7,337 5,135 ,267 ,138 ,631 
I sometimes find myself avoiding changes that I know will be good for me. 7,292 4,164 ,500 ,361 ,463 
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Table 29 Resistance to change (Cognitive rigidity) - Reliability Statistics 
Cronbach's Alpha 
Cronbach's Alpha 
Based on 
Standardized 
Items N of Items 
,771 ,771 4 
 
Table 30 Resistance to change (Cognitive rigidity) - Item-Total Statistics 
  
Scale Mean 
if Item 
Deleted 
Scale Variance if Item 
Deleted 
Corrected Item-Total 
Correlation 
Squared 
Multiple 
Correlation 
Cronbach's Alpha if 
Item Deleted 
I often change my mind. 10,303 5,214 ,546 ,322 ,730 
Once I've come to a conclusion, I'm not likely to change my mind. 10,404 4,266 ,607 ,397 ,702 
I don't change my mind easily. 10,461 4,319 ,676 ,472 ,657 
My views are very consistent over time. 10,022 5,727 ,487 ,238 ,759 
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e. Frequencies all variable concerning organisational citizenship behaviour and resistance to change 
Table 31 Frequencies Organisational citizenship behaviour (Total) 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 
 
 
Valid 
41 1 1.1 1.1 1.1 
44 1 1.1 1.1 2.2 
45 2 2.2 2.2 4.5 
46 1 1.1 1.1 5.6 
48 2 2.2 2.2 7.9 
49 3 3.4 3.4 11.2 
50 2 2.2 2.2 13.5 
51 4 4.5 4.5 18.0 
53 6 6.7 6.7 24.7 
54 7 7.9 7.9 32.6 
55 6 6.7 6.7 39.3 
56 6 6.7 6.7 46.1 
57 10 11.2 11.2 57.3 
58 9 10.1 10.1 67.4 
59 8 9.0 9.0 76.4 
60 5 5.6 5.6 82.0 
61 4 4.5 4.5 86.5 
62 5 5.6 5.6 92.1 
63 1 1.1 1.1 93.3 
64 1 1.1 1.1 94.4 
65 3 3.4 3.4 97.8 
 67 1 1.1 1.1 98.9 
 68 1 1.1 1.1 100 
 Total 89 100 100  
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Table 32 Frequencies Organisational citizenship behaviour towards individuals 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 
Valid 
15 1 1.1 1.1 1.1 
21 3 3.4 3.4 4.5 
22 1 1.1 1.1 5.6 
23 7 7.9 7.9 13.5 
24 9 10.1 10.1 23.6 
25 15 16.9 16.9 40.4 
26 15 16.9 16.9 57.3 
27 11 12.4 12.4 69.7 
28 13 14.6 14.6 84.3 
29 6 6.7 6.7 91.0 
30 5 5.6 5.6 96.6 
31 1 1.1 1.1 97.8 
33 1 1.1 1.1 98.9 
34 1 1.1 1.1 100 
 Total 89 100 100  
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Table 33 Frequencies Organisational citizenship behaviour towards the organisation 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 Valid 15 1 1.1 1.1 1.1 
20 1 1.1 1.1 2.2 
22 1 1.1 1.1 3.4 
24 6 6.7 6.7 10.1 
25 5 5.6 5.6 15.7 
26 3 3.4 3.4 19.1 
27 2 2.2 2.2 21.3 
28 6 6.7 6.7 28.1 
29 6 6.7 6.7 34.8 
30 7 7.9 7.9 42.7 
31 14 15.7 15.7 58.4 
32 13 14.6 14.6 73 
33 10 11.2 11.2 84.3 
34 5 5.6 5.6 89.9 
 35 5 5.6 5.6 95.5 
 36 3 3.4 3.4 98.9  
 37 1 1.1 1.1 100  
 Total 89 100 100   
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Table 34 Frequencies Resistance to change (Total) 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 
 
 
Valid 28 1 1.1 1.1 1.1 
30 2 2.2 2.2 3.4 
32 2 2.2 2.2 5.6 
33 3 3.4 3.4 9.0 
34 1 1.1 1.1 10.1 
35 2 2.2 2.2 12.4 
36 2 2.2 2.2 14.6 
37 2 2.2 2.2 16.9 
38 3 3.4 3.4 20.2 
39 3 3.4 3.4 23.6 
40 4 4.5 4.5 28.1 
41 2 2.2 2.2 30.3 
42 4 4.5 4.5 34.8 
43 5 5.6 5.6 40.4 
44 2 2.2 2.2 42.7 
45 1 1.1 1.1 43.8 
46 10 11.2 11.2 55.1 
47 6 6.7 6.7 61.8 
48 10 11.2 11.2 73.0 
49 1 1.1 1.1 74.2 
50 4 4.5 4.5 78.7 
 51 1 1.1 1.1 79.8 
 52 2 2.2 2.2 82.0 
 54 1 1.1 1.1 83.1 
 55 5 5.6 5.6 88.8  
 56 1 1.1 1.1 89.9  
 57 1 1.1 1.1 91.0  
 58 1 1.1 1.1 9.1  
 59 1 1.1 1.1 93.3  
 61 2 2.2 2.2 95.5  
 62 1 1.1 1.1 96.6  
 63 2 2.2 2.2 98.9  
 73 1 1.1 1.1 100  
 Total 89 100 100   
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Table 35 Frequencies Resistance to change (Routine seeking) 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 
Valid 5 1 1.1 1.1 1.1 
6 6 6.7 6.7 7.9 
7 7 7.9 7.9 15.7 
8 2 2.2 2.2 18.0 
9 8 9.0 9.0 27.0 
10 11 12.4 12.4 39.3 
11 10 11.2 11.2 50.6 
12 16 18.0 18.0 68.5 
13 7 7.9 7.9 76.4 
14 11 12.4 12.4 88.8 
16 4 4.5 4.5 93.3 
18 3 3.4 3.4 96.6 
19 2 2.2 2.2 98.9 
21 1 1.1 1.1 100 
 Total 89 100 100  
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Table 36 Frequencies Resistance to change (Emotional reaction) 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 
 
Valid 5 1 1.1 1.1 1.1 
6 3 3.4 3.4 4.5 
7 5 5.6 5.6 10.1 
8 10 11.2 11.2 21.3 
9 12 13.5 13.5 34.8 
10 15 16.9 16.9 51.7 
11 13 14.6 14.6 66.3 
12 6 6.7 6.7 73.0 
13 7 7.9 7.9 80.9 
14 8 9.0 9.0 89.9 
15 3 3.4 3.4 93.3 
16 4 4.5 4.5 97.8 
17 1 1.1 1.1 98.9 
18 1 1.1 1.1 100 
 Total 89 100 100  
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Table 37 Frequencies Resistance to change (Short-term thinking) 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 
Valid 4 1 1.1 1.1 1.1 
5 3 3.4 3.4 4.5 
6 4 4.5 4.5 9.0 
7 11 12.4 12.4 21.3 
8 13 14.6 14.6 36.0 
9 8 9.0 9.0 44.9 
10 16 18.0 18.0 62.9 
11 16 18.0 18.0 80.9 
12 4 4.5 4.5 85.4 
13 5 5.6 5.6 91.0 
14 3 3.4 3.4 94.4 
15 3 3.4 3.4 97.8 
17 2 2.2 2.2 100 
Total 89 100 100  
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Table 38 Frequencies Resistance to change (Cognitive rigidity) 
 Frequency Percent Valid 
Percent 
Cumulative  
Percent 
 
 
 
 
Valid 7 1 1.1 1.1 1.1 
8 4 4.5 4.5 5.6 
9 4 4.5 4.5 10.1 
10 2 2.2 2.2 12.4 
11 7 7.9 7.9 20.2 
12 11 12.4 12.4 32.6 
13 10 11.2 11.2 43.8 
14 11 12.4 12.4 56.2 
15 13 14.6 14.6 70.8 
16 16 18.0 18.0 88.8 
17 3 3.4 3.4 92.1 
18 3 3.4 3.4 95.5 
19 2 2.2 2.2 97.8 
20 2 2.2 2.2 100 
 Total 89 100 100  
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f. Correlation between Organisational citizenship behaviour and Resistance to change organised by sector 
Table 39 Correlation between Organisational citizenship behaviour and Resistance to change organised by sector 
 Sector 1 Sector 2 Sector 3 Sector 4 Sector 5 Sector 6 Sector 7 Sector 8 Sector 9 Sector 10 
OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC OCB RTC 
OCB* Pearson .*** .*** 1 -.918 1 -.243 1 -.212 
.687 
6 
1 -.116 1 .513 1 .081 1 1.000**** 1 -.430 1 .376 
 Sig.    .560  .642   .750  .130  .689    .336  .136 
 N 1 1 3 3 6 6 6 10 10 10 10 27 27 2 2 7 7 17 17 
RTC** Pearson .*** .*** -.918 1 -.243 1 -.212 1 -.116 1 .513 1 .081 1 1.000**** 1 -.430 1 .376 1 
 Sig.   .260  .642  .687  .750  .130  .689    .336  .136  
 N 1 1 3 3 6 6 6 6 10 10 10 10 27 27 2 2 7 7 17 17 
* OCB – organisational citizenship behaviour 
** RTC – resistance to change 
*** Cannot be measured because at least one of the variables is constant 
**** Correlation is significant at the 0.01 level ( 2-tailed) 
 
